The business world is a competitive world. Global flow of products, services, and labour in the free market has increased the pressure for businesses to be more competitive. This situation drives companies to develop their own unique competitive advantages. To this end, innovations in both product and service are crucial (Ancok, 2012) . As also noted by Pundt, Martins, and Nerdinger (2010) , innovation is imperative for companies to survive in this ever-changing world.
A rapid change in an organization's strategic environment may cause major problems which can decrease performance if there is no innovative capability within the organization (De Jong & Hartog, 2007) . Organizations that identify themselves with innovation and innovative culture tend to encourage and provide information about innovation to their employees (Poulton, 2005) . Innovative organizations manage environmental challenges quicker and more easily (Damanpour & Gopalakrishnan, 1998) .
The 2014 Global Innovation Index indicates that Indonesia is in the 87th position among 143 countries surveyed. This position is considerably lower than its neighbouring countries such as Malaysia and Singapore. Considering its potential as a major consumer in South East Asia, Indonesia should be able to innovate more creatively as compared to the current condition.
Many organizations still use outdated and ineffective ways in conducting their business, simply following what they have done in the past. Efforts are usually focused on improving these outdated ways, and not on attempting to see problems from a different angle. Currently, many organizations have started to include innovation in their vision and mission statement. One of the key innovations crucial in this competitive business world is the innovation in human resource management. The condition and management of human resources determine the company's competitive advantages (Simamora, 2004) . As also argued by Hasibuan (2000) , human resource is an invaluable asset for a company to achieve its goals.
Innovation adds values to product, service, work process, marketing, distribution, and policy, not only for the company but also for stakeholders and the society. The scope of innovation in an organization ranges from the development and implementation of new ideas which affect the theory, practice, and product to improvements of everyday work design and process in a smaller scale (Axtell et al., as cited in Janssen, 2004) . Research on organizational innovation can be conducted on three different levels, namely, individual, group, and organizational level. Innovation on individual level is called innovative behavior (Helmi, 2011) .
According to West and Farr (cited in Janssen, 2004) , innovative behavior is the intention to create, introduce, and apply new ideas aimed at optimizing group and organizational performance. Scott and Bruce (1994) described workplace innovative behavior as a complex behavior consisted of different behavioral tasks, namely, idea generation, idea promotion, and idea realization. Moreover, Scott and Bruce explained that innovative behavior is an individual's intention expressed in their work, group, and organization.
Innovative behavior is defined as an individual's action directed at the emergence, introduction, and application of new ideas which benefited the organization at all levels (Kleysen & Street, 2001 ). Innovation includes new ideas which aimed at improving work relations or the application of new ideas or new technologies which significantly improve work efficiency and effectiveness. Innovative behavior is employees' intention to create, introduce, and apply new ideas in groups or organisations, which intended to optimize group's and organisation's performance (Yuan & Woodman, 2010) .
Often conflated with creativity, innovation involves a more complex process because it also focuses on the application of ideas generated. Innovative behavior is a tendency to create new ideas, a tolerance towards ambiguity, which is marked by the willingness to be effective, and oriented to achievement. Kleysen and Street (2001) stated that innovative behavior involves five components, namely, exploration of opportunities, generativitity, formative investigation, efforts to be the best, and application. Aspects of innovative behavior are idea generation, idea promotion, and idea realization.
Innovative behavior is not an inherited condition, rather, all humans have the potential to innovate particularly within a supportive climate. Research has shown that individual's innovative capability at workplace is important to nurture the organisation's innovation (De Jong & Hartog, 2007 ). Riyanti's (cited in Hutahaean, 2005) study indicated a direct effect of organization innovation on the business' success. Accordingly, Dörner (2012) also explained that innovative behavior at workplace can predict work performance.
Previous studies have identified several factors affecting innovative behavior, namely, personal factors and organizational factors. Personal factors include intrinsic motivation (Helmi, 2011) , openness to experience (Yesil & Sozbilir, 2013) , and educational level (Etikariena & Muluk, 2014; Baumann, 2011) . Organizational factors include trust, transformational leadership (Reuvers, Van Engen, Vinkenburg, & WilsonEvered, 2008) , access to information technology, knowledge sharing (Helmi, 2011) , organizational climate (Scott & Bruce, 1994) , organizational support (Cingöz & Akdoğan, 2011 ), supervisor's gender (Reuvers et al) , flexible job design (Dorenbosch, Van Engen, & Verhagen, 2005) , and organizational memory (Etikariena & Muluk, 2014) .
Previous studies on innovative behavior have been conducted among entrepreneurship students (Helmi, 2011) , hotel employees (Yesil & Sozbilir, 2013) , health service workers (Janssen, 2004) , radio broadcaster (Kresnandito & Fajrianthi, 2012) , airlines employees (Chrisbiyanto & Ancok, 2014) , telecommunication employees (Maryen & Ancok, 2012) , and teachers (Basrawy & Susanto, 2012) . The current study is conducted among employees in a garment manufacture company.
Innovation as human creation is determined by external and internal factors. One of the internal factors is the quality of human capital. There are seven components of human capital that need to be developed so that employees may optimally contribute to the organization. These components would produce optimal contributions when accompanied by leadership and organizational structure capital which provide supportive working environments. These seven components are creative, intellectual, emotional, social, adversity, moral, and health capital (Ancok, 2012) . Another capital which is not less important is psychological capital.
Psychological capital is defined as an individual's psychological capacity characterized by confidence in taking and overcoming challenging tasks (selfefficacy), positive attribution of the current and future success (optimism), aspiration of achieving goals-and if needed finding alternative ways-to achieve goals (hope), and ability to recover quickly when facing difficult challenges or problems (resiliency) (Luthans, Youssef, & Avolio, 2007) .
Psychological capital is relatively new in psychological research and is useful for improving human resource management in order to increase organizational performance and competitiveness (Luthans, Youssef & Avolio, 2007) . Psychological capital may enhance competition in achieving organisation's profit by identifying full potentials of the human resources within the organisation. Cetin (2011) stated that psychological capital can predict organizational commitment and job satisfaction. T. D. Nguyen and T. T. Nguyen's (2012) study indicated positive correlation between psychological capital, work performance, and work-life quality.
Based on the argument that innovative behavior can be developed, this study seeks to investigate the correlation between psychological capital and workplace innovative behavior.
Method
Participants in this study were 149 employees in an export-oriented clothing manufacturing company in Semarang, Indonesia. The demography of the participants is presented in Table 1 . Participants were recruited through a non-probability sampling -technique, namely, purposive sampling (Sugiyono, 2005) . Recruitment criterium was a minimum of one year work experience in this company, so that the participants had reasonable knowledge about the conditions within the company. Allen & Meyer (cited in Noordin, Rahim, Ibrahim, & Omar, 2011 ) noted that at this stage an employee has been through the introductory phase of their work in a certain company. Participants were non-managerial employees and at least at the group leader level. Data in this study were collected using inventory methods to generate participants' responses. The instruments were Innovative Behavior Scale and Psychological Capital Scale. The Innovative Behavior Scale (nine items, α = .874) was based on Scott and Bruce's (1994) and Janssen's (2000) studies that have been adapted by Etikariena and Muluk's (2014) study. This scale consists of three dimensions of innovative behavior, which are idea generation, idea promotion, and idea realization. Participants' were asked to respond from 1 (never) to 4 (always).
The Psychological Capital Scale (20 items, α = .872) was adapted from the Psychological Capital Questionnaire developed by Luthans, Avolio, Avey and Norman (cited in Luthans, Youssef, & Avolio, 2007) . It measures psychological capital using four constructs: self-efficacy, optimism, hope, and resi- lience. The response ranged from 1 (not relevant) to 6 (very relevant). Data were analyzed using simple regression analysis to examine the correlations between variables and the proportion of variance in innovative behavior predictable from psychological capital. According to Sugiyono (2005) , regression analysis is one of the statistical techniques to measure correlation between two or more variables both causal and functional relationships.
Results

Descriptive Statistics
The descriptive statistics of the data in this study is presented in Table 2 . Table 2 reveals the empirical mean of both variables are higher than their hypothetical mean. This shows that participants' innovative behavior and psychological capital are relatively high. Categorisations were created based on the general description of these scores. It is concluded that in general employees in this company have a high score of innovative behavior and psychological capital.
Hypothesis Testing
The analysis shows a significant positive correlation between psychological capital and workplace innovative behavior (r = .519, p < .001). This finding supports the research hypothesis that there is a correlation between psychological capital and employees' innovative behavior. Positive direction of the correlation indicates that the higher the psychological capital, the higher the employees' innovative behavior. The coefficient of determination .270 shows that psychological capital contributes 27% to innovative behavior. It is concluded that psychological capital is a predictor of workplace innovative behavior.
Discussion
The finding shows a significant correlation between psychological capital and workplace innovative behavior (r = .519, p < .01). Twenty seven percent of variance in innovative behavior can be predicted by psychological capital. This result indicates that one of the individual factors contributing to workplace innovative behavior is psychological capital. Psychological capital is defined as an individual's psychological capacity which is characterized by confidence in taking and overcoming challenging tasks (self-efficacy), positive attribution of the current and future success (optimism), aspiration of achieving goals -and if needed finding alternative ways to achieve goals (hope), and ability to recover quickly when facing difficult challenges or problems (resiliency) (Luthans, Youssef, & Avolio, 2007) .
A meta-analysis by Avey, Reichard, Luthans, and Mhatre (2011) identified that psychological capital affects employees' positive work attitudes (job satisfaction, organizational commitment, psychological wellbeing), employees' positive work behavior (organizational citizenship behaviour), and work performance. In accordance with this and the finding of the current study, psychological capital has also been identified as one of the predictors of workplace innovative behavior (Wojtczuk-Turek & Turek, 2015; Jafri, 2012) . Individuals who have positive attitude and confidence of their capability will be able to contribute thoughts and ideas to achieve goals. This is also supported by positive attitude and hope to achieve a better future, so that individuals will keep trying to introduce and implement new ideas.
This study is also in accordance with Pryce-Jones' (2010) argument that psychological capital can help increasing employees' motivation, persistence, and creative thinking in stressful situations. This is possible because employees with high psychological capital adapt better, are more resilient, and have hope; which in return produces strong motivation to find alternative ways to achieve success in their workplace. Table 3 presents the recapitulation of correlations between each dimension of psychological capital and innovative behavior. In general psychological capital shows correlation with innovative behavior on an average level. In analyzing each dimension of psychological capital, the largest contribution is from selfefficacy. This means that individuals' confidence in their own ability is important for enabling individuals to think and produce new ideas (idea generation). Such individuals are also confident in expressing their ideas (idea promotion), and courageous in implementing their ideas (idea realization).
In general participants in this study are individuals with positive characteristics such as confident, optimistic, hopeful, and are able to recover quickly from difficult situations. These characteristics show that participants are resilient and reliable individuals particularly in the face of problems. They will strive, and not give up.
Further analyses on participants' demographic data reveal that age, education, and gender do not correlate with workplace innovative behavior. This result supports Hilmi, Pawanchik, Mustapha, and Mahmud's (2012) study which found that there is no significant difference in innovative behavior based on gender. Moreover, a study by Reuvers et al. (2008) also found that manager's gender does not affect workplace innovative behavior.
Different from the current finding which indicates no correlation between educational level and workplace innovative behavior, Scott and Bruce (1994) and Baumann (2011) claimed that educational level is a strong predictor of workplace innovative behavior. This difference can be explained by looking at the details of the educational level. Participants in this study are quite homogenous, with the majority completed Junior High School and High School. Employees with Junior High School qualification generally have worked longer. Only a small minority of participants have a college degree.
Regarding organizational characteristics, this clothing company is relatively new but growing rapidly. At this stage, the company develops and expands so that employees' organizational commitment is of paramount importance (Jones, 1994) . To this end, the company has conducted different levels of training and development programmes.
Limitations
There are some limitations of this study, particularly in relation to participants. The small sample size from only one company might not enable a generalization on a larger population or different types of company. Future research is needed to explore other contexts and scopes.
Conclusion and Recommendation
This study contributes to the knowledge on personal factors that influence workplace innovative behavior, namely, psychological capital. Regression analysis indicates a significant correlation between psychological capital and workplace innovative behavior (r = .519, p < .01) and 27% of variance in workplace innovative behavior is predictable from psychological capital. Demographic variables such as age, gender, and education do not correlate with workplace innovative behavior. Additionally, the findings of this study also show that workplace innovative behavior is relatively high among employees in this clothing manufacturing company. Theoretically, this research support the notion that innovative behavior in an organization can be improved particularly at individual level, and identified a factor at play, that is, psychological capital.
Considering the significant contribution of psychological capital for innovative behavior, it is recommended for companies to take into account employee's level of psychological capital during recruitment. Training and development programmes for employees may also be directed to enhance their psychological capital. Future research can extend this study on other industries, and may investigate possibilities of mediating variables or other variables which can predict workplace innovative behavior.
